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	Policing	 in	 England	 and	 Wales	 has	 a	 celebrated	 history	 of	 being	 unarmed.	 The	Peelian	Principles	 firmly	 cements	 the	doctrine	of	minimal	 force	as	 central	 to	 the	British	model	of	policing.	Consequently,	the	arming	of	police	officers	is	a	source	of	controversy,	 yet	 despite	 the	 conflicting	 and	 often	 emotive	 views,	 the	 firearms	specialism	continues	to	attract	interest	from	new	recruits.	A	career	in	policing	offers	a	 variety	 of	 specialisms	 including	 neighbourhood,	 investigations,	 intelligence,	surveillance,	public	order	and	safeguarding	 (College	of	Policing,	2017).	 Specialist	roles	 are	 available	 to	 police	 officers	 after	 successful	 completion	 of	 the	 two-year	probation	period.	Set	against	other	specialist	roles,	armed	policing	presents	distinct	opportunities	and	challenges,	which	may	act	 as	motivator	or	barrier	 for	 the	new	recruit	(Squires	and	Kennison,	2010).		Drawing	upon	existing	literature	and	a	survey	of	serving	armed	and	unarmed	police	officers	 this	 research	 explores	 the	 motivations	 and	 barriers	 to	 becoming	 an	Authorised	Firearms	Officer	 (AFO).	Through	an	exploration	of	 the	perceptions	of	armed	policing	and	career	ambitions,	this	research	will	offer	an	insight	into	police	officer’s	decision	making	in	order	to	inform	recruitment,	development	and	retention	of	the	specialism.		
History	of	armed	policing	in	Great	Britain	





Developments	in	armed	policing	This	section	will	document	the	changes	in	armed	policing	to	provide	the	operational	and	political	 context	 to	key	decisions	 relating	to	armed	policing.	By	situating	 the	research	 in	 context	 of	 the	 development	 of	 armed	policing,	 it	 is	 intended	 that	 an	understanding	 of	 the	 development	 of	 the	 police	 provides	 an	 insight	 into	 the	challenges	of	armed	policing	in	the	consensual	British	policing	environment.		
The	Shepherds	Bush	Murders	In	1966	Harry	Roberts,	a	convicted	armed	robber	who	had	recently	been	released	from	prison,	was	in	a	car	in	Shepherds	Bush,	London	with	driver	John	Witney	and	passenger	 John	 Duddy.	 Police	 officers,	 Detective	 Sergeant	 Christopher	 Head,	Temporary	 Detective	 Constable	 David	Wombwell	 and	 Police	 Constable	 Geoffrey	Fox,	were	engaged	in	routine	crime	patrols	in	an	unmarked	police	car	nearby.	David	Wombwell	walked	over	to	car	and	was	shot	in	the	face	by	Roberts,	who	then	went	on	to	shoot	Christopher	Head	whilst	Duddy	shot	Geoffrey	Fox.	These	events,	and	the	subsequent	 manhunt	 for	 Roberts,	 would	 force	 British	 policing	 to	 review	 its	capability	in	responding	to	serious	incidents	necessitating	the	police	use	of	firearms.	These	events	marked	a	significant	change	to	armed	operations	in	response	to	armed	and	dangerous	criminals	(Waddington,1991).		




Army	 (IRA),	 causing	 56	 deaths	 and	 over	 800	 injuries	 (McNee,	 1983:	 73-82).	International	incidents,	such	as	the	murder	of	Israeli	athletes	at	the	Munich	Olympic	Games	of	1972	and	the	1985	attacks	on	El	Al	fight	passengers	at	Rome	and	Vienna	also	 prompted	 the	 deployment	 of	 armed	 police	 and	 military	 units	 to	 London	Heathrow	 Airport	 and	 an	 expansion	 of	 armed	 officers	 engaged	 on	 diplomatic	protection	duties,	guarding	the	Royal	Family,	residences	and	embassies	around	the	country.	Despite	the	rise	in	international	terrorism	the	police	service	in	England	and	Wales	was	reluctant	increase	the	use	of	firearms	in	order	to	maintain	the	image	of	unarmed	service	(Punch,	2011:	30).			The	years	that	followed	would	see	a	continued	‘hiding	away’	of	firearms	policing,	with	formal	policy	in	two	of	the	largest	police	forces,	Greater	Manchester	Police	and	the	Metropolitan	Police,	requiring	that	armed	officers	kept	their	firearm	hidden	at	all	 times	 (Hailwood,	 2005:112).	 This	 demonstrated	 the	 staunch	 opposition	characteristic	of	routine	armed	policing.			




In	the	aftermath	of	Hungerford,	the	initial	response	to	firearms	incidents	by	Armed	Response	Vehicles	 (ARVs)	 became	 standardised.	 In	 response	 to	 issues	 raised	 by	Smith	(1987),	and	following	recommendations	in	the	McLachlan	Report	(1988),	the	acquisition	of	armoured	vehicles	and	the	use	of	ARVs	to	respond	to	incidents	was	supported	 by	 Her	 Majesty’s	 Inspectorate	 of	 Constabularies	 (HMIC).	 It	 was	 this	watershed	moment	shifting	policing	in	England	and	Wales	away	from	the	traditional	unarmed	image	and	positioned	parts	of	the	police	service	as	‘semi-armed’.	However,	whilst	 these	 recommendations	 led	 to	 standardisation	 of	 training	 for	 firearms	officers	at	an	operational	 level,	 there	remained	a	 lack	of	understanding	of	armed	policing	at	senior	policing	ranks	(Waddington,1991).				




‘incompetents’	and	‘shiny	arse	admin	wank’	(Punch,	2011:	39).	Firearms	policing	is	characteristically	 ‘dirty	 work’	 and	 this	 ‘sour	 friction’	 between	 commanders	 and	firearms	officers	can	be	traced	back	to	the	proliferation	of	early	ARVs	in	spite	of	the	resistance	from	senior	officers	(Punch,	2011).		Policing	in	England	and	Wales	today	is	reflective	of	the	early	ARV	model.	Each	police	force	has	a	number	of	ARVs,	appropriately	equipped	and	crewed	with	a	minimum	of	 two	officers	 in	 line	with	national	standards,	and	available	24-hours	a	day.	The	number	of	ARVs	on	duty,	 the	weaponry	and	ammunition	carried	and	the	specific	taskings	given	is	set	within	the	force’s	Strategic	Threat	and	Risk	Assessment	(STRA).	The	STRA	is	a	living	document	which	is	regularly	reviewed	and	updated	and	is	used	to	 create	 collaborative,	 regional	 and	 national	 STRAs,	 the	 purpose	 of	which	 is	 to	establish	the	operational	requirements	for	the	police	use	of	firearms	in	the	specified	area(s).	Once	the	STRA	is	set	forces	can	then	make	decisions	relating	to	the	number	of	armed	officers	trained,	the	number	of	ARVs	on	duty	and	what	equipment	is	used	(College	of	Policing,	2018).		




best-known	examples	of	a	military	paradigm	being	employed	is	that	of	the	Iranian	Embassy	in	London,	1980.	Following	a	period	of	police	negotiation,	the	Special	Air	Service	(SAS)	was	employed	to	enter	the	Embassy,	eliminate	the	threats	posed	and	rescue	the	hostages	within.	The	image	of	black-clad	operators	entering	a	building	from	multiple	points,	utilising	explosives	and	automatic	weapons	and	eliminating	individuals	deemed	to	pose	a	threat	was	watched	live	around	the	world	and	put	the	SAS	on	the	world	stage	in	a	way	British	Special	Forces	had	never	been	before	(Asher,	2009).	But	in	contrast	to	the	military	paradigm	in	which	the	SAS	retook	the	Embassy,	the	restraint	paradigm	could	not	be	characterised	better	than	in	the	actions	of	PC	Trevor	Lock.		On	duty	and	armed	as	part	of	his	duties	with	the	Diplomatic	Protection	Group,	PC	Lock	was	inside	the	Embassy	when	the	hostage-takers	entered.	Managing	to	conceal	his	weapon	throughout	the	ordeal,	PC	Lock	would	later	tackle	one	of	the	hostage-takers	who	was	waiting	to	fire	at	the	soldiers	as	they	entered	the	building.	Holding	his	gun	to	the	head	of	the	hostage-taker,	PC	Lock	undoubtedly	saved	the	life	of	one	or	 more	 of	 his	 rescuers	 (Taylor,	 2002),	 however	 as	 the	 SAS	 entered,	 the	 now	unarmed	hostage-taker	was	shot	by	soldiers.	Lock	said	he	did	not	fire	because	his	training	had	instilled	in	him	the	belief	that	force	should	only	use	minimum	force	to	effect	an	arrest	and	not	to	kill	if	 it	could	be	avoided	(Waddington,	1991:	19).	The	action,	 or	 rather	 inaction,	 of	 PC	 Lock	 could	 not	 demonstrate	 more	 clearly	 the	difference	 in	 mentality	 between	 policing	 and	 military	 action	 when	 considering	armed	conflict,	however	the	gap	between	the	military	and	restraint	paradigm	has	continued	to	narrow.		
Armed	policing	into	the	21st	Century	








of	 officers	 trained	 as	 Counter	 Terrorism	 Specialist	 Firearms	 Officers	 (CTSFOs)	(Home	Office,	2018a).	However,	DCC	Chesterman	recognised	that	 ‘armed	policing	remains	 a	 voluntary	 role	 and	 the	 recruitment,	 training	 and	 retention	 of	 officers	remains	a	challenge	for	all	forces’	(NPCC,	2018).		
Routine	Arming	–	The	Debate	
The	debate	on	routinely	arming	the	police	re-emerges	often	 following	a	 terrorist	incident	or	serious	assault	on	the	police.	However,	the	National	Firearms	Survey	in	2017	found	that	whilst	two-thirds	of	federated	officers	do	not	support	the	routine	arming	 there	was	 23%	 increase	 from	2006	 of	 those	 in	 favour	of	 routine	 arming	(PFEW,	 2017).	 Other	 findings	 included	 that	 constables	 were	 more	 in	 favour	 of	arming	 than	 higher	 ranking	officers,	male	 officers	 are	 far	more	 likely	 to	 support	routine	arming	(41%)	than	female	officers	(16%),	and	those	who	had	experienced	more	threats	to	their	life	were	more	supportive	of	routine	arming.		It	is	argued	that	the	presence	of	armed	police	officers	acts	as	a	reminder	of	the	threat	of	 terrorism	 and	 serious	 crime,	 causing	 fear	 amongst	 the	 public	 rather	 than	reassurance	(Hales,	2016).	Despite	some	increase	in	support	amongst	the	police	for	routine	arming	therefore,	public	consensus	appears	to	not	support	routine	arming,	with	media	commentary	continuing	to	support	a	routinely	unarmed	police	force	as	‘the	cornerstone	of	policing’	(Glover,	2012;	Liddell,	2014;	Peters,	2017).		
Armed	Policing	Statistics	–	England	and	Wales	





Firearms	operations	A	police	 firearms	 operation	 is	when	 suitably	 trained	 officers	 are	 deployed	 in	 an	armed	capacity,	 following	an	assessment	by	a	 commander	when	that	assessment	has	 concluded	 that	 the	 criteria	 for	 the	 deployment,	 as	 set	 out	 in	 the	 College	 of	Policing’s	Armed	Policing	Authorised	Professional	Practice	(2018),	is	met.		In	year	ending	31	March	2018,	there	were	18,746	police	firearms	operations	in	England	and	Wales,	representing	an	increase	of	2,937	(19%)	compared	to	the	previous	year.	This	most	 recent	 figure	 is	 the	highest	 number	 of	operations	 since	 year	 ending	March	2011.	Unsurprisingly	London	accounts	for	the	largest	proportion	of	police	firearms	operations,	with	 5,142	 (27%)	 operations	 taking	 place	 there.	 The	West	Midlands	(3,312	–	18%)	and	Yorkshire	and	the	Humber	(2,130	–	11%)	follow.	
	





	The	 purpose	 of	 this	 chapter	 is	 to	 explore	 police	 occupational	 culture	 and	 the	relationship	with	armed	policing	as	a	subculture.	A	critical	consideration	of	police	culture	 and	 firearms	 as	 a	 subculture	 will	 reveal	 current	 understanding	 of	 the	influencers	and	barriers	to	pursuing	an	armed	policing	career.			
Organisational	culture	
Organisational	culture	describes	a	set	of	learned	assumptions	and	expectations,	and	a	 sharing	 of	 beliefs	 and	 values	 which	 prompt	 certain	 attitudes	 and	 behaviours	within	 occupational	 groups	 (Bowling	 and	 Sheptycki,	 2012;	 Schein,	 2004).	These	shared	types	of	behaviour,	language,	humour	and	rituals	can	foster	a	strong	bond	between	 individuals	who	share	a	 common	working	environment	 creating	 shared	understandings	and	meanings	(Glomseth	and	Gottschalk,	2009:	4;	Helms	and	Stern,	2001;	Lynn	Meek,	1994:	274).	An	organisation’s	culture	can	be	seen	in	visible	ways	such	as	symbols,	rituals,	uniforms	or	mission	statements,	or	in	covert	ways	which	are	considered	more	difficult	to	identify	and	reform	(Skolnick,	2008).		
Police	occupational	culture	






Police	culture	has	been	used	to	explain	unwanted	behaviours	in	policing,	the	failure	of	 reform	 initiatives	 (Waddington,	 1999),	 police	 misconduct,	 violence	 and	corruption	 (Newburn,	 2015;	 Punch,	 1985;	 Reiner,	 2010),	 discrimination	 and	prejudice	(Brown,	1998;	Holdaway	and	O’Neill,	2007;	HMIC,	2013;	Westmarland,	2008)	and	more	recently,	unethical	crime	recording	(HMIC,	2014b).			Characteristics	of	police	culture,	particularly	macho	and	sexist	behaviour	may	act	as	both	barriers	and	motivations	toward	a	career	in	armed	policing.	However,	scholars	have	 also	 documented	 the	 benefits	 of	 components	 of	 police	 culture,	 such	 as	solidarity,	 in	 coping	with	 risk	and	stress	of	police	work.	Waddington	 (1999:295)	describes	the	police	canteen	as	a	‘repair	shop’	where	“police	sub	culture	operates	mainly	as	a	palliative,	rather	than	as	a	guide	to	future	action”.	This	draws	attention	to	the	complexities	of	occupational	subcultures	in	the	police.		
Reforming	police	culture	















Since	the	1960s,	policing	studies	have	explored	sub-cultures	in	the	police,	however	research	 into	 the	 cultures	 within	 armed	 policing	 is	 limited.	 Brown	 and	 Sargent	(1995)	 explored	 the	 role	 of	 women	 within	 armed	 policing	 in	 Britain,	 and	 the	motivations	and	barriers	for	applying.	Their	findings	show	that	women	are	likely	to	be	put	off	applying	for	firearms	role	suggesting	that	the	perceived	culture	acts	as	a	barrier.	The	authors	found	that	at	the	time	only	2.6%	of	AFOs	were	women,	with	5%	of	forces	having	none	at	all,	and	42%	having	only	one	or	two	women	(ibid,	1995:	3).		Brown	 and	 Sargent	 (1995:13)	 concluded	 “it	 is	more	 likely	 the	 aspects	 of	 police	culture	and	embedded	individual	and	organisational	attitudes	which	inhibit	women	from	becoming	firearms	officers	rather	than	any	motivational	deficit	from	women	themselves.”			The	following	section	explores	the	characteristics	of	police	occupational	culture	and	their	relevance	to	armed	policing.			




174).	 The	 more	 dangerous	 a	 role,	 or	 the	 more	 a	 role	 is	 steeped	 in	 ‘macho	camaraderie’,	the	less	compatible	it	is	with	being	a	woman.		However,	research	has	found	very	little	difference	between	the	effectiveness	of	male	and	 female	 police	 officers	 (Bloch	 and	Anderson,	 1974;	 Sherman,	 1975;	Brennan,	1987;	Noakes	and	Christopher,	1990;	Brown,	1994;	Neville	and	Brown,	1996).	Yet	despite	the	lack	of	evidence	on	the	capability	of	women,	they	continue	to	experience	discrimination	(Brown,	1997,	2003;	Brown	and	Heidensohn,	2000;	Dunhill,	1989;	Heidensohn,	 1992,	 1994,	 2008;	 Jones,	 1987;	 Silvestri,	 2003,	 2007).	 Whilst	 the	number	of	women	in	the	police	has	continued	to	increase,	women	still	only	account	for	30%	of	the	total	workforce	(Home	Office,	2018),	with	the	representation	within	armed	policing	continuing	to	be	much	lower	still.		
Action,	excitement	and	danger	Since	its	inception	policing	has	been	perceived	as	a	career	choice	for	those	seeking	excitement.	A	considerable	amount	of	police	time	is	spent	searching	for	action	and	danger	(Smith	and	Gray,	1985)	but	this	‘Sweeney-esque’	portrayal	of	policing,	which	is	reinforced	in	the	media,	is	often	in	stark	contrast	to	the	realities	of	the	role.	Whilst	policing	offers	incidents	of	great	challenge,	the	routine	aspects	of	police	work	can	be	less	exciting	(Holdaway,	1983;	Sykes	and	Brent,	1983;	Southgate	and	Ekblom,	1984;	Skogan,	1994).		The	‘sense	of	mission’	leads	police	officers	to	focus	on	crime	and	seeking	out	work	which	 they	 consider	 to	 be	 thrilling	 or	 exciting	 (Loftus,	 2009;	 Punch,	 1979;	Holdaway,	1983;	Smith	and	Gray,	1985)	and	 there	are	arguably	 few	roles	within	policing	which	hold	the	promise	of	action	and	excitement	in	the	same	way	as	armed	policing.	As	Marks	(2005)	has	shown,	 those	officers	predisposed	to	thrill-seeking	are	more	likely	to	undertake	the	adventurous	forms	of	police	work.		




forms	 of	 police	 work	 and	 increase	 the	 likelihood	 of	 being	 utilised	 for	 ‘exciting’	incidents	or	the	apprehension	of	a	dangerous	or	‘good’	villain.	The	nature	of	armed	policing	in	a	routinely	unarmed	service	means	that	those	individuals	charged	with	its	 undertaking	 are	 often	 only	 used	when	 an	 incident	 presents	 a	 serious	 threat.	Whilst	police	officers	talk	of	‘rubbish’	or	‘bullshit’	jobs,	so	too	do	they	talk	of	‘good	jobs’.	‘Good	jobs’	may	include	the	arrest	of	a	‘good	villain’	wanted	by	the	police,	or	a	‘good	result’	from	an	officer’s	honed	observational	skills	or	physical	prowess	(Smith	and	Gray,	1985;	Hobbs,	1988).	These	examples	 stand	 in	 contrast	 to	 the	 ‘rubbish’	which	necessitates	police	involvement	but	which	does	not	lead	to	the	apprehension	of	a	‘worthy’	criminal	or	the	offer	of	‘real’	police	work.			
Orientation	to	work,	job	satisfaction	and	policing	‘Work	orientation’	refers	to	an	individual’s	involvement	in	the	work	organisation	as	well	 as	 their	 willingness	 to	 exert	 extra	 effort	 (Putti,	 Aryee	 &	 Liang,	 1989).	Goldthorpe	et	al.	(1968:184)	confirm	’orientation	to	work’	refers	to	“the	wants	and	expectation	 which	 men	 [sic]	 bring	 to	 their	 employment,	 and	 the	 interpretation	which	they	thus	give	to	their	work”	It	is,	in	summary,	how	an	individual	perceives	their	relationship	to	their	work	(Bellah	et	al.,	1985;	Schwartz,	1986).	
	The	concept	of	work	orientation	comprises	of	three	categories;	a	‘job’,	a	‘career’	and	a	‘calling’	(Bellah	et	al.,	1985;	Wrzesniewski	et	al.,	1997).	‘Job’	orientation	describes	the	relationship	between	an	individual	and	their	work,	which	is	viewed	as	means	to	an	 end	 and	 does	 not	 provide	 challenge	 or	 fulfilment.	 ‘Career’	 orientation	 sees	individuals	 prioritising	 advancement	 and	 status	 within	 the	 workplace,	 often	through	promotion	or	specialisation,	and	will	often	be	found	in	those	seeking	new	challenges,	 skills	 and	 experiences.	 Finally,	 a	 ‘calling’	 orientation	 is	 possessed	 by	those	who	see	their	role	as	making	a	worthwhile	contribution,	either	to	their	team,	their	organisation	or	to	wider	society.	





Job	satisfaction	Defined	by	Senter,	et	al.	(2010:191)	as	“the	overall	assessment	of	positive	emotions”	that	a	worker	has	to	his	job,	and	as	“a	positive	(or	negative)	evaluative	judgement	one	makes	about	one’s	job	or	job	situation”	(Weiss,	2002:	175),	job	satisfaction	is	important	 to	 organisations	 to	 avoid	 high	 employee	 turnover	 and	 absenteeism	(Gerhart,	1990;	Mobley,	1977),	low	productivity	(Podsakoff	&	Williams,	1986)	and	low	 organisational	 commitment	 (Jayaratne,	 1993).	 Holland	 drew	 the	 conclusion	that	“people	flourish	in	their	work	environment	when	there	is	a	good	fit	between	their	 personality	 type	 and	 the	 characteristics	 of	 the	 environment.	 Lack	 of	congruence	between	personality	and	environment	leads	to	dissatisfaction”	(1996:	397).	Allisey	et	al.	(2014)	examined	the	turnover	of	police	officers	and	found	that	job	satisfaction	was	a	significant	predictor	of	officers’	intention	to	leave.		
Motivations	and	policing	











Bayley	and	Shearing	conclude	‘future	generations	will	look	back	on	[this]	era	as	a	time	when	one	system	of	policing	ended	and	another	took	its	place’	(1996:	585).		A	number	of	recent	reform	policies	have	attempted	to	create	a	more	diverse	and	inclusionary	culture	 in	the	police;	 the	workforce	should,	ACPO	(2005)	confirmed,	‘reflect	the	communities	that	[they]	serve’.	By	recruiting	and	supporting	individuals	from	 across	 a	 range	 of	 demographic,	 cultural	 and	 religious	 backgrounds,	 it	 is	expected	 that	 negative	 attitudes	 and	 behaviours	 would	 be	 more	 successfully	challenged	and	that	community	relations	with	hard-to-reach	groups	would	improve.	Described	by	ACPO	(2005:	6)	as	‘an	essential	in-house	bank	of	knowledge	and	skills’,	the	benefits	articulated	included	‘a	reduction	in	absence	from	work;	a	reduction	in	grievances	 and	 complaints;	 access	 to	 a	 broader	 range	 of	 skills	 and	 experience;	efficiency,	creativity	and	growth;	and	increased	staff	morale’	(p.9).		As	made	clear	by	ACPO,	the	move	to	a	more	diverse	and	representative	workforce	was	 regarded	 as	 being	 a	 key	 component	 of	 not	 only	 addressing	 relations	 with	communities,	 but	 also	 as	 a	 mechanism	 to	 address	 unwanted	 attitudes	 and	behaviours	 within	 the	 police.	 This	 view	 helps	 to	 describe	 the	 benefits	 of	 a	representative	workforce,	and	why	the	underrepresentation	of	groups	within	any	subset	 of	 policing	 –	 such	 as	 that	 seen	 within	 armed	 policing	 -	 can	 contribute	negatively	toward	policing	experiences.		
Conclusion	





	This	 research	 is	 based	 on	 a	 survey	 of	 287	 police	 officers	 which	 examined	 the	perceptions	of	armed	policing	and	the	motivations	and	barriers	to	become	an	AFO.	This	chapter	serves	as	a	reflective	account	of	the	research	journey,	from	inception	and	formulation	of	 the	research	topic,	my	own	situatedness	as	an	 ‘inside	 insider’	(Brown,	1996)	and	the	development	of	approach	through	to	analysis.	The	first	part	of	this	chapter	explores	the	research	topic	and	the	research	questions.	The	benefits	and	disadvantages	that	come	from	the	various	positions	of	researcher	situatedness	and	the	determination	of	my	own	‘inside	insider’	status	will	then	be	discussed.	The	second	part	of	this	chapter	will	discuss	the	research	design,	including	a	discussion	of	 data	 collection	methods,	 the	 rationale	 for	 the	 selection	 of	 research	 by	way	 of	questionnaire,	and	an	overview	of	the	research	site	and	sample	selection.	The	third	part	of	this	chapter	provides	an	account	of	the	design	of	the	questionnaire	and	the	data	collection	 followed	by	an	explanation	of	 the	analysis.	The	chapter	concludes	with	a	summary	of	the	ethical	considerations	of	this	research,	the	limitations	of	the	research	and	a	critical	reflection	of	the	research	methods	employed.		




One	of	the	main	drivers	for	this	research	was	to	produce	work	which	is	of	relevance	to	the	practitioner	audience,	which	would	serve	to	inform	police	forces	to	improve	recruitment,	retention	and	development	of	firearms	officers,	and	that	practitioners	and	 academics	 alike	 could	 better	 understand	 the	 drivers	 to	 volunteer	 to	 carry	 a	firearm.	 However,	 the	 practitioner	 response	 to	 academic	 research	 focusing	 on	policing	has	often	been	criticised	for	its	inaccessibility,	topics	of	choice	and	lack	of	relevance	 (Brown,	 1996;	 Van	 Maanen,	 1982)	 and	 so,	 against	 a	 backdrop	 of	increasing	police	firearms	operations,	rising	numbers	of	armed	officers,	along	with	a	 commitment	 from	 Government	 for	 increased	 funding	 for	 policing’s	 armed	capability	(Home	Office,	2018;	NPCC,	2018)	I	have	sought	to	conduct	research	which	is	of	practical	benefit	at	a	time	when	armed	policing	remains	of	particular	relevance	to	both	policing	and	the	public.		
Research Aims This	research	explored	 the	motivations	and	barriers	 to	embark	upon	a	 career	 in	policing	and	in	deciding	to	pursue	or	ignore	specialisation	within	armed	policing.	The	primary	research	question	for	this	work	was;	what	influences	a	police	officer	when	considering	a	career	as	an	Authorised	Firearms	Officer?	There	were	then	a	number	of	sub-questions	which	helped	shape	the	primary	research	question	and	which	would	add	relevance	to	the	current	policing	context:	1) What	perceptions	of	firearms	officers	exist	within	policing?	2) What	encourages	a	police	officer	to	become	a	firearms	officer?	3) What	discourages	a	police	officer	from	becoming	a	firearms	officer?		




they	 are,	 what	 their	 relationship	 to	 a	 police	 force	 is,	 their	 own	 experiences	 of	policing	etc.,	Brown	(1996)	has	distinguished	four	permutations.		




Whilst	it	has	been	argued	that	the	insider-outsider	distinction	is	a	false	dichotomy	given	both	groups	have	to	contend	with	similar	methodological	issues	(Banks,	1998;	Merton,	 1978)	 it	 is	 recognised	 that	 a	 researcher’s	 position	 leads	 to	 differing	challenges	in	how	a	subject	or	theme	is	viewed	and	how	personal	experiences	can	influence	and	skew	an	outcome.	As	Aguilar	suggests,	insiders	and	outsiders	“must	meet	diametrically	different	demands…the	outsider	must	to	some	extent	get	into	the	natives’	heads,	skins,	or	shoes,	whereas	the	insider	must	get	out	of	his	or	her	own”	(1981:	24).		
Research	Design	
The	 research	 aimed	 to	 explore	 what	 motivated	 a	 police	 officer	 to	 volunteer	 to	become	 a	 firearms	 officer	 and	 the	 barriers	 preventing	 or	 dissuading	 them	 from	applying.	 I	 also	 wished	 to	 explore	 various	 perceptions	 held	 by	 both	 armed	 and	unarmed	 officers,	 drawing	 on	 police	 culture	 studies	 relating	 to	 machismo	 and	danger,	and	whether	they	exist	in	a	hyper-sensitive	state	within	specialist	roles.		An	online	questionnaire	was	submitted	to	all	serving	police	officers	across	a	multi-force	 area.	 There	 was	 no	 directive	 from	 either	 the	 researcher	 or	 the	 officer’s	management	 as	 to	 who	 should	 complete	 the	 questionnaire	 and	 the	 option	 to	participate	 was	 entirely	 voluntary.	 To	 that	 extent	 officers	 self-selected	 for	participation	to	form	part	of	the	sample	group.	The	purpose	of	this	design	was	to	capture	various	descriptors	about	participants	(e.g.	gender,	ethnicity,	rank,	etc.)	and	then	go	on	to	probe	specific	topic	areas	before	analysing	the	results	to	seek	out	areas	of	statistical	association	that	may	indicate	trends	or	differences.			














assessments	nationally.	The	PEEL	assessment	programme	consists	of	three	pillars;	effectiveness,	 efficiency	 and	 legitimacy,	 as	 well	 as	 assessing	 how	 each	 force	understands,	 develops	 and	 shows	 leadership.	 These	 forces	 can	 therefore	 be	considered	typical	in	this	respect	for	most	in	England	and	Wales.		The	forces’	Armed	Police	Unit	(APU)	is	typical	of	many	other	collaborated	specialist	units	nationally.	Based	at	key	 strategic	 locations	 to	enable	a	 response	across	 the	policing	area	the	unit	is	responsible	for	providing	an	armed	response	to	incidents	whether	spontaneous	or	planned.	The	unit	comprises	officers	trained	in	a	variety	of	skills	and	roles	including	ARV	Operators,	Rifle,	Close	Protection,	Specialist	Firearms	Officers	(SFOs),	Armed	Surveillance	and	also	the	policing	of	key	national	sites	and	infrastructure.	The	department	also	has	a	collaborated	firearms	training	team	and	features	a	command	and	line	management	structure	which	is	typical	of	most	police	forces.			The	 most	 recent	 statistics	 indicate	 that	 there	 are	 6,459	 armed	 officers	 across	England	and	Wales,	 a	 large	proportion	of	which	are	 situated	 in	London	with	 the	Metropolitan	(2,520)	and	City	of	London	(69)	forces	(Home	Office,	2018a).		At	the	time	of	research	(February	–	March	2019)	there	were	126	firearms	officers	across	the	research	area,	of	which	seven	were	female.	The	numbers	of	firearms	officers	at	the	research	site	is	typical	of	non-metropolitan	forces	nationally,	with	the	frequency	of	deployments	also	being	average	 for	a	 force	area	of	 its	size	and	type.	Given	the	make-up	 of	 the	 force	 and	 its	 APU	 the	 chosen	 research	 site	 can	 be	 considered	representative	for	most	force	areas.		




research	away	from	my	own	force	area,	I	would	therefore	reduce	researcher	bias	and	increase	credibility	and	reliability	of	findings.		The	second	reason	for	this	site	selection	was	the	willingness	of	the	constabularies	to	participate	and	 the	hospitality	demonstrated	 toward	 the	 research	 from	senior	leadership,	 which	 empirical	 research	 in	 policing	 has	 long	 captured	 as	 being	 an	important	precursor	to	reform	(Chan,	1997;	Savage,	2007).	This	combined	to	enable	ease	of	 access,	 ratified	and	promoted	at	Chief	Officer	 level,	which	 constituted	an	important	consideration	for	selection	of	research	site	(Schofield,	1993).		Consideration	was	given	to	selecting	a	number	of	research	sites	to	allow	for	a	wider	comparison,	however	this	approach	was	not	considered	feasible	in	the	time	afforded	for	the	research.	I	further	felt	that	the	aims	of	my	research,	whilst	likely	impacted	upon	by	individual	force	cultures,	was	generic	to	policing	as	a	profession	and	there	was	nothing	 to	 indicate	 that	matters	such	as	gender	perception,	 thrill-seeking	or	attraction	to	danger	would	necessarily	be	influenced	by	geography.	By	focusing	on	one	research	site	and	inviting	the	views	of	all	roles	and	ranks	on	the	issue	of	a	single	armed	policing	 team,	a	greater	 level	of	understanding	 could	be	achieved	and	 the	findings	used	to	inform	practice	in	the	research	area.		
Research	Sample	




is	therefore	to	obtain	a	sample	that	properly	mirrors	the	population	it	is	designed	to	represent	(de	Vaus,	2014)	and	all	steps	possibly	taken	to	ensure	all	individuals	within	the	population	have	an	equal	opportunity	for	inclusion.		The	 use	 of	 internet	 questionnaires	has	 been	 criticised	 as	 being	 exclusionary,	 for	example	they	exclude	those	without	computers	or	internet-access,	may	not	account	for	individuals	with	accessibility	problems,	or	may	introduce	gender,	age	or	class	bias.	To	address	this	the	questionnaire	was	distributed	within	the	research	area	by	the	 forces	 involved,	 with	 officers	 permitted	 to	 participate	 whilst	 on	 duty.	 This	approach	 ensured	 that	 all	 members	 of	 the	 population	 had	 access	 to	 the	questionnaire	 in	 a	 manner	 which	 was	 suitable	 for	 them,	 and	 there	 could	 be	 a	reasonable	 assumption	 that	 any	 individual	 who	 did	 encounter	 a	 barrier	 to	completion	could	raise	the	matter	internally	for	resolution.	Issues	in	relation	to	the	provision	of	equipment,	ability	to	use	technology,	time	to	participate	and	additional	support	to	those	who	require	it	should	therefore	have	already	been	addressed	as	part	of	 the	 force’s	business-as-usual	employment	of	 the	 individual.	Deploying	the	questionnaire	into	an	environment	where	the	population	therefore	has	provision	of	equipment	 and	 will	 have	 received	 force-provided	 training	 in	 which	 to	 use	 it,	therefore	acted	as	a	mechanism	to	reduce	the	sample	bias.	
	




with	that	in	mind	the	decision	of	an	individual	to	either	complete	the	questionnaire	or	not	essentially	required	a	self-selection	approach.	Methods	were	considered	to	ensure	 the	 randomisation	of	participant	 interaction,	 including	 the	use	of	 current	posting	information	and	employee	identification	numbers	within	population,	as	the	basis	for	random	selection	however	this	was	discounted	for	a	number	of	reasons.	The	 size	of	 the	population	 set	 against	 the	 time	 frame	 in	which	 the	 research	was	undertaken	 was	 a	 significant	 factor,	 however	 the	 issue	 of	 anonymity	 was	 also	considered	of	paramount	 importance.	Evidence	suggests	 that	officers	are	wary	of	having	their	behaviour	and	answers	directly	attributable	to	them,	with	researchers	often	perceived	as	a	‘management	spy’	(Loftus,	2009;	Reiner	1978)	and	it	was	felt	that	self-selection,	with	guarantees	of	anonymity	and	a	clear	separation	of	identity	and	answers,	would	maximise	returns.	I	also	believed	that	approaching	individuals	nominated	by	way	of	a	random	selection,	rather	than	letting	individuals	choose	their	participation	for	themselves,	may	increase	the	likelihood	of	participants	submitting	answers	 which	 they	 considered	 socially	 desirable.	 Despite	 social	 desirability	problems	being	less	evident	when	questionnaires	are	self-administered	rather	than	in	 face-to-face	 interviews	 or	 over	 the	 telephone	 (Tourangeau	 and	 Yan,	 2007;	Kreuter	et	al.,	2008),	the	possibility	of	socially	desirable	outcomes	I	felt	still	existed	especially	in	relation	to	questions	exploring	gender	issues	within	policing,	and	so	did	not	want	responses	to	be	in	any	way	attributable	to	individuals	so	as	to	reduce	the	 likelihood	 of	 over-reported	 ‘desirable’	 behaviours	 and	 under-reported	‘undesirable’	behaviours	(Bradburn	et	al.,	1978;	Bradburn	et	al.,	2004;	Foddy,	1993).		The	demographic	of	the	research	sample	is	discussed	in	more	depth	at	the	outset	of	the	Findings	chapter	of	this	research.		
Questionnaire	Construction	














concepts	from	an	armed	or	unarmed	perceptive	within	policing,	in	essence	looking	for	hyper-sensitivity	of	the	concept.	Selecting	these	topics	was	intended	to	address	areas	within	the	research	concerned	with,	for	example,	whether	thrill-seeking	was	more	 prevalent	 within	 armed	 policing	 compared	 to	 unarmed	 policing,	 whether	perceptions	of	danger	differed	between	roles,	whether	attitudes	towards	gendered	behavioural	 traits	 varied	 and	 ultimately	 which,	 if	 any,	 of	 these	 factors	 were	 a	determining	factor	for	individuals	in	decided	whether	to	become	an	AFO.		
Question	Selection	As	outlined	previously	in	this	chapter	the	questions	were	grouped	into	a	number	of	categories	 to	help	assist	 the	participant	with	completing	their	answers.	Grouping	the	answers	is	felt	to	provide	greater	structure	and	flow	and	it	was	believed	that	anything	that	could	be	done	to	make	the	completion	process	easier	should	be	done	to	maximise	the	response	rate.	However,	the	topics	described	on	the	questionnaire	–	which	would	have	been	visible	to	the	participant	–	were	not	worded	or	structured	in	the	same	way	as	 the	themes	being	explored	within	this	research,	and	this	was	done	to	not	make	it	obvious	to	the	participant	what	underlying	factors	were	being	explored.	It	was	felt	this	was	necessary	to	reduce	the	likelihood	of	socially	desirable	answers.		





























selected	 for	 inclusion	 in	 this	 research	 shown	below	 in	Table	1,	with	 the	number	following	each	item	reflecting	the	position	of	each	within	the	questionnaire.		In	 deciding	 whether	 or	 not	 to	 include	 the	 obviously	 gender-specific	 traits	 of	‘masculine’	and	‘feminine’	the	work	of	Harris	was	considered,	in	which	both	traits	were	omitted	 from	a	BSRI	re-evaluation	study	due	to	“vagueness	 in	meaning	and	their	potential	biasing	nature”	(1994:	246).	Harris	concludes	that	this	process	is	in	keeping	with	the	factor	analysis	of	other	studies	(Berzins,	Welling	and	Wetter,	1978;	Geudreau,	1977;	Pedhazur	and	Tetenbaum,	1979)	as	well	as	with	Bem’s	later	work	(1979,	1981a,	1981b).	However,	the	behaviours	of	‘masculine’	and	‘feminine’	were	included	 here	 as	 it	may	 be	 a	 useful	 indicator	 to	 compare	 the	 response	 to	 those	behaviours	 which	 are	 quite	 obviously	 gendered,	 compared	 to	 those	 behaviours	which	might	be	more	fluid	in	their	gender	interpretation.		










Once	 all	 testing	 was	 complete	 I	 was	 able	 to	 check	 the	 start	 and	 finish	 time	 of	individual	respondents	to	explore	how	long	responses	had	taken.	The	serving	Police	Officers	 answered	 the	 questionnaire	 quicker	 than	 the	 students,	 but	 the	 average	response	 time	 for	 all	 involved	 was	 just	 under	 20	 minutes.	 I	 considered	 this	 an	acceptable	figure	given	the	demographic	of	those	testing	and	was	content	that	this	was	an	acceptable	requirement	of	time	to	complete	for	when	the	questionnaire	went	live.		Finally,	those	charged	with	testing	the	questionnaire	were	asked	to	try	and	monitor	their	 fatigue	 and	 interest	 levels	 as	 they	 worked	 through	 the	 various	 stages.	 No	comments	 were	 made	 to	 suggest	 that	 the	 questions	 were	 boring	 or	 overly	complicated	and	no	restructuring	suggested	as	a	result.	A	number	of	questions	were	re-worded	 for	 clarity	 and	 in	 some	 examples	 the	 use	 of	 capital	 letters	 used	 to	emphasise	the	difference	between	similar	questions	and	options.	
	
Analysis		
Analysis	of	the	data	collected	was	analysed	predominantly	using	IBM	SPSS	statistical	software.	 This	 section	will	 discuss	 the	 reliability	 and	 validity	 of	 results,	 the	 data	types	 obtained,	 summarise	 the	 rationale	 for	 the	 various	 analytical	 techniques	applied	to	the	different	question	styles	and	the	assumptions	made	when	exploring	relationships	between	variables	and	differences	between	groups.		




phenomena	 regardless	 of	who	 uses	 it	 (Payne	 and	 Payne,	 2011).	 In	 practice	 this	means	that	the	instrument	should	produce	the	same	score	and	should	only	show	a	different	score	in	the	event	that	there	has	been	a	change	in	the	variable.	A	perfectly	reliable	 instrument	 will	 produce	 the	 true	 score	 and	 nothing	 else,	 however	 in	practice	 this	 is	 largely	unachievable	 and	 so	 attempts	must	 be	made	 to	minimise	error	and	explain	where	and	why	error	occurs.		Validity	is	concerned	with	ensuring	that	when	we	identify	something,	it	is	the	right	
something,	that	serves	a	useful	purpose	and	has	positive	consequences	when	used	in	practice	(Humbley	and	Zumbo,	1996).	Research	aims	to	produce	results	that	are	believable	and	this	requires	techniques	which	capture	the	concepts	desired	as	part	of	the	study.		
	




















example,	temperature	in	Celsius	whereby	the	difference	between	20	and	30	degrees	is	 the	 same	as	 the	difference	 between	30	and	 40	degrees.	Ratio	measurement	 is	similar	to	interval,	but	has	an	additional	condition	whereby	0	(zero)	indicates	there	is	none	of	the	variable	present	rather	than	just	being	a	point	on	a	scale.	Examples	of	ratio	measurement	would	include	mass,	height,	distance	etc.		Data	 type	 becomes	 of	 particular	 relevance	 when	 determining	 how	 best	 to	interrogate	and	analyse	in	the	pursuit	of	findings.	The	next	section	of	this	chapter	will	deal	with	the	analysis	methods	used.	
	












exploring	whether	 there	 is	 any	 difference	 in	 the	medians	 and	 then	 determining	whether	it	is	significant	enough	to	suggest	that	the	difference	in	scores	is	due	to	the	fact	that	the	respondents	feature	in	one	group	or	the	other.		In	the	same	way	that	the	chi-square	test	is	a	non-parametric	technique,	so	too	is	the	Mann-Whitney	U	test,	and	likewise	it	requires	a	number	of	assumptions	be	made	about	the	data:	
• Assumption	 1:	 there	 must	 be	 one	 dependent	 variable	 measured	 on	 the	continuous	or	ordinal	level	(e.g.	the	Likert	scale	responses);	
• Assumption	 2:	 there	must	 be	 one	 independent	 variable	 consisting	 of	 two	categorical,	independent	groups	(e.g.	male/female,	AFO/Non-AFO);	
• Assumption	 3:	 there	 must	 be	 independence	 of	 observations,	 with	 no	relationship	between	the	observations	and	no	participant	in	more	than	one	group;	
• Assumption	4:	 the	distribution	of	scores	must	be	the	same	for	each	group	(e.g.	 the	 distribution	 of	 scores	 for	AFOs	 and	 the	 distribution	of	 scores	 for	Non-AFOs).		Where	the	Mann-Whitney	U	test	has	been	used,	the	frequency	distribution	has	been	displayed	in	such	a	way	as	to	be	able	to	compare	the	shape	of	distribution	across	groups	to	assist	in	the	interpretation	of	the	Mann-Whitney	U	test	results.		




difference	 between	 responses	 is	 equal	 even	 though	 the	 distance	 between	 the	numbers	representing	those	responses	are.	Controversy	therefore	exists	regarding	whether	 this	 ordinal	 data	 can	 –	 or	 should	 –	 be	 converted	 to	 numbers	 and	 then	treated	as	interval	data	(Carifo	and	Perla,	2008).	Whether	or	not	the	ordinal	data	produced	from	Likert	scales	should	be	transposed	into	its	interval	equivalent	then	suggests	whether	means	and	standard	deviations	can	be	used	to	analyse	the	data.	Jamieson	 (2008)	makes	 a	 useful	 comparison	when	 exploring	 the	meaning	 of	 the	average	of	“never”	and	whether	or	not	“rarely	and	a	half”	has	a	useful	meaning	in	analysis.		It	 is	 with	 this	 debate	 in	 mind	 that	 I	 have	 chosen	 to	 describe	 the	 direction	 of	association	through	discussion	of	 frequency	distribution,	 the	use	of	modes	as	 the	most	common	response	and	the	use	of	mean	ranking	when	indicating	whether	one	group	is	more	or	less	‘something’	than	the	other.	The	median	has	been	reported	on	occasion,	however	due	to	the	small	sample	size	–	particularly	in	relation	to	AFOs	(n	=	34),	 and	most	notably	 female	AFOs	 (n	=	2)	–	 the	 reporting	of	 the	median	 is	of	limited	value	given	it	is	the	same	across	both	groups.		I	am	aware	of	the	opposing	view	which	supports	the	argument	that	Likert	data	can	be	 interpreted	 through	 parametric	means	 (Norman,	 2010)	 but	 this	 research	has	been	positioned	such	 that	non-parametric	 analysis	 is	most	appropriate,	 and	 that	simple	application	of	a	mean	score	on	a	Likert	scale	producing	ordinal	data	 is	of	limited	 value,	 although	 I	 am	 accepting	 that	 the	 mean	 value	 may	 be	 helpful	 in	supporting	a	finding	even	if	not	sufficient	to	justify	it	in	isolation.		
Ethical	Considerations	






	Informed	Consent	The	British	Society	of	Criminology	Code	of	Ethics	outlines	as	part	of	researchers’	responsibilities	towards	research	participants,	that	research	should	be	based	on	the	freely	 given	 informed	 consent	of	 those	 studied,	with	 a	 requirement	placed	 upon	researchers	 to	 fully	 explain	 in	 meaningful	 terms	 what	 the	 research	 is	 about.	Informed	 consent	 should	 cover	 terms	 including	 the	 research	 ‘purpose,	methods,	demands,	 risk,	 inconveniences	 and	 its	 outcomes’	 (Israel	 and	 Hay,	 2012:	 502).	Participants	in	this	research	were	provided	with	a	detailed	overview	online	as	the	first	part	of	the	questionnaire,	and	were	not	able	to	commence	the	questionnaire	until	 they	 had	 indicated	 they	 had	 read	 and	 agreed	 to	 the	 terms.	 This	 online	participant	information	sheet,	shown	in	full	at	Appendix	C,	included:		
• Background	 and	 overview	 of	 research	 topic	 and	 introduction	 to	 the	researcher;		
• Description	of	what	will	be	required	of	the	participant,	i.e.	answer	a	number	of	 questions	 as	 part	 of	 an	 online	 questionnaire	 in	 relation	 to	 armed	 and	unarmed	policing	and	career	development;		
• Requirements	of	participants	to	participate	in	the	research,	which	in	this	case	only	required	the	individual	to	be	a	serving	police	officer	of	any	rank;		
• Details	 of	 processes	 for	 withdrawing	 consent,	 requesting	 to	 see	 personal	data,	requesting	the	restriction	of	personal	data	and	for	having	personal	data	removed	and	no	longer	used	for	processing;		
• Details	of	how	to	obtain	feedback	and	how	results	will	be	disseminated;		













with	enough	context	to	provide	meaningful	comparison	for	the	purpose	of	this	work.	This	approach	is	similar	to	that	of	Loftus	(2009)	and	her	study	of	police	culture	in	‘Northshire’.		Confidentiality	was	maintained	by	ensuring	all	research	data	collected	was	securely	stored,	 either	within	 the	 source	 questionnaire	 itself	 or	 on	 a	 password-protected	drive.	 The	 data	was	 not	 copied	 onto	 any	 form	of	 transferable	media	 nor	 shared	electronically	in	any	format	which	would	lead	to	identification	of	any	individual.			








Chapter	Four:	Findings		This	research	set	out	to	explore	the	perceptions	that	exist	in,	and	of,	armed	policing	within	England	and	Wales.	Seeking	to	examine	some	of	the	motivations	and	barriers	that	encourage	or	dissuade	a	police	officer	from	pursuing	a	career	within	the	armed	policing	specialism,	this	chapter	will	discuss	the	findings	of	the	research	in	detail	and	refer	to	the	sub-questions	posed	in	the	research	aims,	namely:	1) What	perceptions	of	firearms	officers	exist	within	policing?	2) What	encourages	a	police	officer	to	become	a	firearms	officer?	3) What	discourages	a	police	officer	from	becoming	a	firearms	officer?		Commencing	 with	 a	 discussion	 of	 the	 research	 sample	 by	 way	 of	 the	 profiling	questions	contained	with	the	questionnaire	(outlined	in	the	Method	chapter),	it	will	move	on	to	discuss	findings	in	relation	to	the	concepts	of	danger	and	excitement,	gendered	behaviours	and	perceptions,	armed	policing	as	a	career	influencer,	how	AFOs	are	perceived	and	issues	of	individual	compatibility	with	the	role.		
The	research	sample	demographic	
The	questionnaire	used	as	the	data	collection	tool	for	this	research	was	distributed	across	a	number	of	force	areas	which	share	a	collaborated	armed	policing	function.	The	forces	have	a	combined	workforce	of	approximately	4,400	police	officers,	with	females	accounting	for	32%.	At	the	time	of	the	research	(February	–	March	2019)	126	officers	were	firearms	officers,	seven	being	female.	The	questionnaire	received	287	responses,	representing	6.5%	of	the	workforce,	and	this	section	will	discuss	the	demographic	makeup	of	those	respondents.		






















Females		 n	 %	 n	 %	Constable		 188	 83.2	 48	 78.7	Sergeant		 28	 12.4	 6	 9.8	Inspector/Chief	Inspector		 9	 4.0	 6	 9.8	Superintendent/Chief	Superintendent		 1	 0.4	 1	 1.6	Chief	Officer		 0	 0	 0	 0	
TOTAL	
	







































Non-AFOs		 n	 %	 n	 %	Constable		 30	 88.2	 206	 81.4	Sergeant		 3	 8.8	 31	 12.3	Inspector/Chief	Inspector		 0	 0	 15	 5.9	Superintendent/Chief	Superintendent		 1	 2.9	 1	 0.4	Chief	Officer		 0	 0	 0	 0	
TOTAL	
	
34	 100	 253	 100	














Marks	(2005)	found	those	officers	predisposed	to	thrill-seeking	as	being	more	likely	to	undertake	adventurous	 forms	of	police	work,	 and	 so	 this	 section	 is	 concerned	with	seeking	to	examine	not	only	the	attitudes	of	respondents	to	their	perception	of	danger	 and	 excitement,	 but	 also	 their	 opinion	 as	 to	 whether	 they	 consider	themselves	 to	 be	 thrill-seekers	 and	whether	 attitudes	 toward	 armed	 policing	 as	being	dangerous	act	as	a	barrier	or	motivation	in	an	individual’s	decision	to	become	an	AFO.	The	questionnaire	asked	a	number	of	questions	in	relation	to	danger	and	excitement,	 including	how	appealing	a	 respondent	 felt	 the	phenomena	of	danger	and	excitement	are,	how	frequently	 they	 feel	 they	are	exposed	to	these,	whether	they	consider	themselves	to	be	a	thrill-seeker,	and	whether	armed	policing	is	any	more	or	less	dangerous	than	other	forms	of	police	work.		




remaining	 29.3%	 of	 respondents	 neither	 agreeing	 or	 disagreeing	 with	 the	statement.	The	distribution	of	responses	to	this	question	is	shown	below	in	Figure	3.	
	
Figure	3:	 Frequency	 of	 responses	 to	 statement	 “I	 consider	myself	 to	 be	a	 thrill-seeker”	 (all	




acceptance	of	the	null	hypothesis,	i.e.	no	association	between	AFO	status	and	self-identification	as	a	thrill-seeker	(χ2	=	4.80,	p	=	0.28).	This	analysis	output	is	shown	at	Appendix	 I	 and	 the	 frequency	 distribution	 of	 responses	 by	 AFO	 status	 is	 shown	below	in	Figure	4,	with	the	contingency	table	for	observed	and	expected	frequencies	shown	at	Table	7.		
	 	








This	finding	is	similar	when	exploring	self-reflective	attitudes	toward	thrill-seeking	when	 comparing	 males	 and	 females,	 in	 that	 no	 association	 was	 made	 between	gender	 and	 self-identification	 of	 thrill-seeker	 status.	 The	 percentage	 of	men	 and	women	who	disagreed	or	strongly	disagreed	that	they	considered	themselves	thrill-seekers	was	almost	identical	across	both	genders,	and	whilst	a	greater	percentage	of	males	 agreed	 or	 strongly	 agreed	 that	 they	 considered	 themselves	 to	 be	 thrill-seekers	(15.5%),	compared	to	females	(11.5%),	chi-square	analysis	(with	Fisher’s	Exact	Test)	showed	no	significant	association	(χ2	=	1.12,	p	=	0.90)	–	see	Appendix	J).	
	











	However,	 as	with	AFO	status,	no	association	was	 found	between	gender	and	 the	frequency	with	which	respondents	felt	they	are	exposed	to	danger	in	their	current	role	(χ2	=	7.011,	p	=	0.128).		These	results,	which	suggest	the	perception	of	danger	is	not	associated	to	AFO	status	or	gender,	is	supported	by	the	response	to	the	statement	“AFOs	are	more	at	risk	of	serious	harm	than	officers	in	most	other	roles”.	No	association	was	found	between	the	perception	of	 elevated	 risk	of	harm	 to	AFOs,	 and	AFO	status	 (χ2	=	1.090,	p	=	0.916)	or	 gender	 (χ2	=	2.304,	 p	=	 0.688).	 The	 indication	when	 considering	 these	results	holistically	 therefore,	 is	 that	Non-AFOs	do	not	consider	being	an	AFO	any	more	dangerous	than	those	actually	undertaking	the	role,	nor	is	the	perception	of	the	dangers	any	different	based	upon	gender.		




found	between	AFO	status	(χ2	=	6.498,	p	=	0.133)	or	gender	(χ2	=	3.341,	p	=	0.501)	and	 how	 the	 excitement	 of	 being	 an	 AFO	 compared	 to	 other	 policing	 roles.	 The	indication	therefore	is	that	the	AFO	role	is	not	perceived	as	any	more	or	less	exciting	by	those	actually	undertaking	the	role	compared	to	those	with	no	AFO	experience,	nor	 does	 the	 concept	 of	 excitement	 in	 context	 of	 armed	policing	 differ	 based	 on	gender.		








median	(danger	=	3.00,	excitement	=	4.00).	This	finding	may	indicate	that	AFOs	do	not	consider	‘excitement’	and	‘danger’	as	being	equivalent	constructs.		In	contrast,	Non-AFOs	were	asked	to	rate	their	agreement	(1	=	‘Strongly	Disagree’,	5	=	‘Strongly	Agree’)	with	the	statement	“The	danger	I	would	be	exposed	to	played	a	part	in	my	decision	not	to	become	an	AFO”	to	understand	whether	danger	was	a	significant	 influencer	 in	 dissuading	 individuals	 from	 applying	 for	 the	 AFO	 role.	Responses	 to	 this	 question	 showed	 a	 strong	 positive	 skew	 with	 emphasis	 on	disagreement	with	this	statement	and	a	mode	of	1	(‘Strongly	disagree’).	Figure	8	shows	the	frequency	distribution	for	Non-AFO	responses	to	this	question	(n	=	34).		
	






There	was	also	found	to	be	no	association	between	the	gender	of	Non-AFOs	and	how	strongly	 they	 felt	danger	played	a	part	 in	 the	decision	not	 to	become	an	AFO	 (χ2	=6.330,	p	=	0.157).	
	
Gendered	behaviours	and	policing	




Desirability	of	behaviours	in	the	role	of	police	officer	–	by	gender	When	analysing	the	desirability	of	behaviours	in	a	police	officer	it	was	found	that	association	based	on	the	participant’s	gender	was	found	in	six	out	of	the	24	traits,	that	is	to	say,	the	view	of	how	desirable	a	behaviour	is	in	a	police	officer	only	varied	based	on	gender,	in	six	cases.	A	table	of	results	for	all	χ2	and	p-values	for	each	trait	is	shown	at	Appendix	L	(analysed	by	respondent	gender)	and	Appendix	M	(analysed	by	respondent	AFO	status).	The	six	behaviours	which	were	dependent	upon	gender	were	 ‘tender’	 (feminine),	 ‘gentle’	 (feminine),	 ‘sensitive	 to	 the	 needs	 of	 others’	(feminine),	 ‘aggressive’	 (masculine),	 ‘secretive’	 (neutral)	 and	 ‘friendly’	 (neutral).		Each	of	these	will	now	be	summarised	below.		
‘Tender’	Analysis	 of	 the	 desirability	 of	 the	 behaviour	 trait	 of	 ‘tender’	 in	 a	 police	 officer	showed	an	association	between	gender	and	desirability,	with	a	 small-to-medium	effect	size	(χ2	=	14.935,	p	=	0.013,	Cramer’s	V	=	0.2).	Figure	9	below	compares	the	frequency	distribution	of	male	and	female	responses.		
 	




‘Gentle’	Analysis	of	the	desirability	of	the	behaviour	trait	of	‘gentle’	in	a	police	officer	showed	an	 association	 between	 gender	 and	 desirability,	 with	 a	medium	 effect	 size	 (χ2	=	21.006,	 p	 =	 0.001,	 Cramer’s	 V	 =	 0.3).	 Figure	 10	 below	 compares	 the	 frequency	distribution	of	male	and	female	responses.		
  
Figure	10:	Frequency	distribution	of	the	desirability	of	‘gentle’	in	a	police	officer,	by	gender. 	Comparison	 of	 these	 frequency	 distributions	 reveal	 similar	 findings	 as	 those	 of	‘tender’,	with	regard	to	male	respondents,	with	a	‘narrow’	shape	suggesting	a	small	standard	deviation	and	a	significant	number	of	responses	being	neutral.	The	female	response	by	comparison	shows	a	higher	desirability	for	the	trait,	which	is	supported	by	 way	 of	 Mann-Whitney	 U	 test,	 which	 also	 produced	 a	 statistically	 significant	difference	in	desirability	scoring	between	males	and	females	(U	=	8,599,	p	=	0.002),	with	mean	ranks	of	136.45	and	171.97	respectively.		






police	officer,	by	gender.		Both	 distributions	 indicate	 a	 level	 of	 positive	 desirability	 for	 both	 males	 and	females,	 with	 a	 negative	 skew	 being	 apparent.	 The	 skew	 is	 more	 apparent	 for	females	suggesting	indicating	the	direction	of	variance	being	that	females	consider	the	trait	more	desirable	than	males.	This	is	supported	by	analysis	by	way	of	Mann-Whitney	U	test	which	produced	a	statistically	significant	difference	in	desirability	score	(U	=	9,065,	p	=	0.000)	and	mean	ranks	for	males	and	females	of	134.39	and	179.61	respectively.		














gender. 	The	frequency	distributions	for	the	responses	to	the	desirability	of	this	trait	indicate	a	shape	similar	to	that	of	a	normal	distribution	for	male	respondents,	i.e.	a	clustering	around	 the	 mid-point.	 Alternatively,	 the	 frequency	 distribution	 for	 female	respondents	indicates	a	positive	skew,	with	the	most	popular	response	being	that	of	‘Extremely	Undesirable’.	Responses	to	the	questionnaire	therefore	indicates	that	there	 is	 an	 association	 between	 an	 individual’s	 gender	 and	 how	 desirable	 they	consider	this	trait	to	be,	and	that	females	view	it	as	less	desirable	than	males.	This	is	 further	 supported	 through	 testing	 by	way	 of	Mann-Whitney	 U	 analysis	which	indicates	a	statistically	significant	difference	in	scoring	(U	=	5,135,	p	=	0.002),	with	mean	ranks	for	males	and	females	of	151.78	and	115.18	respectively.		





Figure	14:	Frequency	distribution	of	the	desirability	of	‘friendly’	in	a	police	officer,	by	gender. 	Comparison	 of	 the	 frequency	 distribution	 for	 responses	 to	 the	 desirability	 of	‘friendly’	as	a	trait	in	police	officers	shows	a	strong	indicator	for	being	desired	by	both	genders,	however	the	strength	of	feeling	differs.	Whilst	both	males	and	females	consider	 the	 trait	desirable,	 responses	to	 the	questionnaire	 indicate	 that	 females	consider	the	trait	more	desirable	than	their	male	colleagues,	with	not	a	single	female	respondent	 indicating	 any	 sense	 of	 undesirability.	 This	 is	 supported	 by	 Mann-Whitney	U	test	analysis	(U	=	8,064,	p	=	0.029)	which	produced	mean	ranks	for	males	and	females	of	138.82	and	163.20	respectively.		




‘Dominant’		The	analysis	of	how	desirable	the	trait	of	‘dominant’	is	in	a	police	officer	produced	evidence	of	an	association	with	respondent	AFO	status,	with	a	medium	effect	size	(χ2	 =	 15.632,	 p	 =	 0.009,	 Cramer’s	 V	 =	 0.3).	 The	 frequency	 distribution	 of	questionnaire	responses	by	AFO	status	is	shown	below	at	Figure	15.		
 	
Figure	15:	Frequency	distribution	of	the	desirability	of	‘dominant’	in	a	police	officer,	by	AFO	
status.		Comparing	the	frequency	distribution	of	responses	to	the	question	would	appear	to	indicate	 that	 AFOs	 consider	 the	 trait	 of	 ‘dominant’	 as	 being	more	 desirable	 in	 a	police	officer	compared	to	their	Non-AFO	colleagues.	This	is	supported	by	analysis	by	way	of	Mann-Whitney	U	test,	which	produces	a	statistically	significant	difference	in	scoring	(U	=	2,743.5,	p	=	0.000)	with	mean	ranks	of	189.81	and	137.84	for	AFOs	and	Non-AFOs	respectively.			





Figure	16:	Frequency	distribution	of	 the	desirability	of	 ‘forceful’	 in	a	police	officer,	by	AFO	
status.	
 Whilst	the	distribution	of	responses	clearly	indicates	that	‘forceful’	is	considered	by	both	AFOs	and	Non-AFOs	as	a	desirable	trait	in	a	police	officer,	the	findings	indicate	that	AFOs	consider	it	to	be	more	desirable	than	Non-AFOs.	Analysis	by	way	of	Mann-Whitney	U	test	produced	a	statistically	significant	difference	in	scoring	(U	=	2639.5,	p	 =	 0.000)	 with	 mean	 ranks	 for	 AFOs	 and	 Non-AFOs	 being	 192.87	 and	 137.43	respectively.	 This	 difference	 in	 mean	 ranks	 represents	 the	 biggest	 difference	between	AFO	and	Non-AFO	rankings	on	the	desirability	of	any	behaviour	trait	in	a	police	officer	(D	=	55.44).		






status.		Whilst	the	frequency	distribution	for	AFO	does	not	indicate	an	obvious	trend	toward	desirability	 or	 undesirability,	 the	 distribution	 of	 responses	 from	 Non-AFOs	 is	suggestive	of	a	positive	skew	with	a	direction	toward	the	trait	being	considered	to	some	extent	undesirable.	Comparison	by	way	of	Mann-Whitney	U	test	produces	a	statistically	significant	difference	in	scoring	(U	=	3,246,	p	=	0.018)	with	mean	ranks	of	175.03	and	139.83	for	AFOs	and	Non-AFOs	respectively.	This	supports	the	finding	that	AFOs	consider	the	trait	of	 ‘aggressive’	to	be	more	desirable	in	police	officers	than	their	Non-AFO	counterparts.		




N	and	Appendix	O	provide	a	summary	of	the	chi-square	and	p-values	for	gender	and	AFO	 comparisons	 respectively.	 Analysis	 for	 association	 between	 gender	 and	desirability	of	 traits	 in	an	AFO	 found	 that	associations	existed	 in	 three	of	 the	24	traits;	‘aggressive’	(masculine),	‘conscientious’	(neutral)	and	‘secretive’	(neutral).		
‘Aggressive’	An	association	was	found	between	gender	and	the	desirability	of	 ‘aggressive’	as	a	trait	in	AFOs,	with	an	effect	size	of	small-to-medium	(χ2	=	16.612,	p	=	0.008,	Cramer’s	V	=	0.3).	The	 frequency	distribution	of	 responses	by	gender	are	 shown	below	at	Figure	18.		
	 	
Figure	18:	Frequency	distribution	of	the	desirability	of	‘aggressive’	in	an	AFO,	by	gender.		The	 frequency	 distribution	 above	 indicates	 that	 males	 consider	 the	 trait	 of	‘aggressive’	as	being	more	desirable	in	an	AFO	than	females,	with	62.3%	of	females	indicating	some	form	of	 ‘undesirability’	compared	to	45.6%	of	males.	Analysis	by	way	of	Mann-Whitney	U	test	supports	this,	with	a	statistically	significant	difference	shown	(U	=	5,042,	p	=	0.001)	and	mean	ranks	for	males	and	females	of	152.19	and	113.66	respectively.		




size	 (χ2	 =	 16.043,	 p	 =	 0.007,	 Cramer’s	 V	 =	 0.2).	 The	 frequency	 distribution	 of	responses	is	shown	at	Figure	19.		
	 	






Figure	20:	Frequency	distribution	of	the	desirability	of	‘secretive’	in	an	AFO,	by	gender.		The	frequency	distribution	indicates	that	females	consider	the	trait	of	‘secretive’	to	be	a	less	desirable	trait	in	an	AFO	than	males,	which	is	supported	by	analysis	of	the	responses	by	way	of	Mann-Whitney	U	test	which	produces	a	statistically	significant	difference	 in	 score	between	 the	 two	groups	 (U	=	5,616.5,	p	=	0.023),	with	mean	ranks	for	males	and	females	of	149.65	and	123.07	respectively.		





Figure	21:	Frequency	distribution	of	the	desirability	of	‘gentle’	in	an	AFO,	by	AFO	status.		Both	 distributions	 indicate	 a	 preference	 around	 the	 neutral	 response,	 with	 the	majority	 of	 respondents	 indicating	 that	 the	 trait	 of	 ‘gentle’	 in	 an	 AFO	 is	 neither	desirable	 nor	 undesirable.	 However,	 application	 of	 the	 Mann-Whitney	 U	 test	produces	a	statistically	significant	difference	in	scoring	across	the	two	groups	(U	=	5,240.5,	p	=	0.026)	with	the	mean	ranks	for	AFOs	and	Non-AFOs	being	116.37	and	147.71	respectively.	This	finding	suggests	that	whilst	the	(un)desirability	of	the	trait	scores	relatively	neutral,	AFOs	consider	it	to	be	less	desirable	in	the	role	than	Non-AFOs.		




Perceptions	of	armed	policing	culture	A	study	by	Page	(1991)	 found	that	an	 informal	bar	existed	that	excluded	women	from	 armed	 policing,	 with	 women	 themselves	 indicating	 an	 unwillingness	 to	volunteer	and	a	perception	that	physical	and	strength	requirements	meant	women	were	 unsuitable.	 In	 addition,	 rather	 than	 being	 the	 absence	 of	 a	 motivation	 to	become	an	AFO,	Brown	and	Sargent	 found	 it	 to	be	 “aspects	of	police	 culture	and	embedded	 individual	 and	 organizational	 attitudes	 which	 inhibit	 women	 from	becoming	firearms	officers”	(1995:13).		Part	 of	 the	 research	 questionnaire	 included	 questions	 exploring	 respondent	perceptions	of	the	culture	of	armed	policing	units,	including	how	accessible	they	felt	the	specialism	was	to	‘outsiders’,	how	welcome	an	individual	felt	they	would	be	onto	a	team	of	AFOs,	how	representative	the	specialism	is	and	perceptions	about	the	role	from	a	gender	perspective.	The	findings	from	these	questions	are	discussed	below.		







	Comparison	 of	 the	 frequency	 distribution	 suggests	 that	 whilst	 there	 is	 no	 clear	indication	from	AFOs	that	they	consider	their	own	unit	to	be	accessible	to	Non-AFOs	–	as	displayed	by	the	normal	distribution	of	responses,	Non-AFOs	have	indicated	a	perception	of	‘inaccessibility’.	This	finding	is	perhaps	unsurprising,	given	those	who	have	 achieved	 acceptance	 into	 any	 subculture	 may	 then	 fail	 to	 see	 the	 barriers	presented	 to	 non-members,	 however	 the	 indication	 from	 Non-AFOs	 of	 the	inaccessible	 nature	 of	 armed	 policing	 units	 may	 be	 presenting	 a	 barrier	 to	recruitment.		Responses	of	Non-AFOs	were	broken	into	genders	(male	=	194,	female	=	59)	to	see	whether	there	was	any	association	between	perception	of	accessibility	and	gender	within	 the	 Non-AFO	 sample.	 No	 association	 was	 found	 (χ2	 =1.924,	 p	 =	 0.752),	suggesting	that	if	the	perception	of	accessibility	is	presenting	a	barrier	to	Non-AFOs,	then	it	is	as	equal	a	barrier	for	men	as	it	is	women.	The	full	chi-square	analysis	for	responses	to	this	question	is	shown	at	Appendix	P.		

























These	findings,	in	the	context	of	gender	comparison,	therefore	support	the	view	that	females	are	less	likely	to	feel	welcome	on	a	team	of	AFOs,	are	less	likely	to	feel	they	will	 fit	 in	well,	 and	 that	 the	 role	 is	still	perceived	by	 females	 to	be	 ‘macho’	 in	 its	nature.	










discount,	a	career	as	an	AFO.	AFOs	were	asked	to	indicate	their	agreement	with	the	statement	“The	culture	within	armed	policing	I	found	appealing”,	whilst	Non-AFOs	were	asked	“The	culture	of	armed	policing	puts	me	off	applying	to	become	an	AFO”.		The	responses	from	AFOs	is	shown	below	in	Figure	27,	with	50%	of	AFOs	indicating	the	culture	they	found	appealing,	compared	with	26.4%	who	indicated	some	level	of	 disagreement.	 The	 remaining	 23.5%	 answered	 in	 the	 neutral.	 Accepting	 the	arguments	 discussed	 in	 the	 Methods	 chapter	 for	 using	 the	 averaging	 of	 data	produced	from	Likert	scales,	all	are	supporting	of	showing	an	indication	in	favour	of	agreement,	that	the	culture	within	armed	policing	is	considered	appealing	by	AFOs	(mean	=	3.26,	median	=	3.50,	mode	=	4).		
	
Figure	27:	Frequency	distribution	for	AFO	agreement	responses	to	“The	culture	within	armed	











































Figure	 31:	 Frequency	 distributions	 for	 motivation	 to	 undertake	 current	 role	 (Job,	 Career,	
Calling),	by	AFO	status.		


















Figure	34:	 Frequency	distribution	of	 the	 responses	 to	 “Most	 other	 police	 specialisms	bring	
better	career	prospects	than	being	a	Firearms	Officer”,	by	respondent	AFO	status.	






Figure	 35:	 Frequency	 distribution	 of	 the	 responses	 to	 “The	 future	 career	 prospects	within	
policing	for	Firearms	Officers	were	why	I	chose	not	to	pursue	the	role”	(Non-AFO	responses)	
	




behalf	of	 the	police	and	 therefore	on	behalf	of	 the	State,	 it	was	hoped	 that	 these	topics	of	questioning	would	highlight	any	areas	of	real	–	or	perceived	–	disconnect	between	AFOs	and	their	colleagues	throughout	the	organisation.		
Status	and	perceptions	of	the	AFO	AFO	respondents	were	asked	to	reflect	upon	their	status	and	what	part,	if	any,	the	AFO	status	played	in	their	decision	to	pursue	it	as	a	career	path.	In	relation	to	how	much	of	an	influence	‘status’	had	on	recruitment	the	responses	to	the	questionnaire	showed	that	47.1%	of	AFO	respondents	disagreed	with	the	statement	“The	status	that	 comes	with	being	a	Firearms	Officer	played	a	part	 in	my	decision	 to	apply”,	which	 compared	 with	 17.6%	 of	 respondents	 who	 indicated	 agreement.	 The	frequency	distribution	of	responses	is	shown	below	at	Figure	36.		
	






This	 data	 suggests	 that	 for	most	AFOs	 their	perception	 of	 the	AFO	 status	within	policing,	whether	 positive	 or	 negative,	 did	 not	 play	 a	 part	 as	 either	 a	 barrier	 or	motivator	is	determining	whether	or	not	to	pursue	the	specialism.		Having	been	asked	to	reflect	upon	their	recollection	of	AFO	status	prior	 to	being	successful	in	their	chosen	career	choice,	AFO	respondents	were	also	asked	to	reflect	upon	the	status	once	they	had	achieved	the	AFO	specialism.	Asked	to	indicate	their	agreement	with	 the	 statement	 “I	 enjoy	the	 status	of	being	a	Firearms	Officer”	 an	overwhelming	majority	 of	 AFO	 respondents	 (n	 =	 24,	 70.6%)	 agreed	 or	 strongly	agreed.	The	frequency	distribution	for	responses	is	shown	below	at	Figure	37.		
	
Figure	37:	Frequency	distribution	of	the	responses	to	“I	enjoy	the	status	of	being	a	Firearms	




that	 ‘status’	played	a	role	in	their	decision	to	apply,	but	70.6%	of	AFOs	indicating	they	benefit	from	some	form	of	enjoyment	from	that	same	status,	the	responses	may	indicate	the	perception	of	AFO	status	changes	once	an	individual	has	transitioned	from	Non-AFO	to	AFO,	and	it	goes	from	being	inconsequential	or	trivial	in	nature,	to	one	of	enjoyment.		In	trying	to	determine	what	may	influence	how	an	AFO	is	viewed	by	their	colleagues,	a	 question	 was	 posed	 in	 relation	 to	 how	 difficult	 the	 role	 is	 to	 achieve	 when	compared	with	other	policing	specialisms.	All	respondents	were	asked	to	indicate	their	level	of	agreement	with	the	statement	“Firearms	is	the	most	difficult	specialism	to	achieve	within	policing”,	however	no	association	was	found	between	AFO	status	and	the	perception	of	how	difficult	the	selection	and	training	process	is	(χ2	=	8.665,	p	=	0.061).	However,	whilst	no	association	was	found,	the	responses	to	the	question	(shown	in	Figure	38)	suggest	a	tendency	for	AFOs	to	be	more	likely	to	feel	that	what	they	 have	 achieved	 is	 the	most	 difficult	 challenge	within	 policing,	whereas	Non-AFOs,	 whilst	 appearing	 to	 recognise	 the	 challenge	 of	 firearms	 selection,	 tend	 to	believe	it	less	of	a	test	than	some	of	the	other	specialisms	available.		
	 	
Figure	36:	Frequency	distribution	of	the	responses	to	“Firearms	is	the	most	difficult	




“Firearms	Officers	are	well-thought	of	by	rank-and-file	colleagues”	and	“Firearms	Officers	 are	 well-thought	 of	 by	 senior	 officers”.	 The	 frequency	 distributions	 of	responses	are	shown	at	Figure	39	and	Figure	40	respectively.		When	considering	the	perceptions	of	AFOs	held	by	what	was	termed	‘the	rank-and-file’,	 the	response	 from	AFOs	was	that	 their	reputation	with	their	colleagues	was	poor,	with	44.1%	of	AFOs	disagreeing	that	they	were	well-thought	of.	By	contrast,	Non-AFOs	who	also	agreed	that	AFOs	were	not	well-thought	of	amounted	to	37.9%.	Given	the	percentage	of	AFO	respondents	who	indicated	they	enjoyed	the	status	that	firearms	gave	them,	this	raises	questions	that	despite	over	70%	of	AFOs	saying	they	enjoyed	their	status,	that	almost	half	of	the	same	group	indicated	they	felt	they	were	poorly	thought	of	by	their	colleagues.		
	 	
Figure	39:	Frequency	distribution	of	the	responses	to	“Firearms	Officers	are	well-thought	of	








Individual	compatibility	The	final	theme	considered	in	the	context	of	barriers	and	motivations	to	becoming	an	 AFO	 involved	 exploring	 some	 aspects	 of	 individual	 culture	 and	 socialisation,	away	from	policing,	which	may	have	proven	incompatible	with	the	notion	of	armed	policing	and	the	possibility	of	having	to	take	a	human	life	on	behalf	of	the	State.		Concerned	less	with	finding	associations	with	gender	and	AFO	status,	as	has	been	the	 case	 through	 the	 majority	 of	 the	 other	 analysis,	 this	 area	 of	 research	 was	intended	to	try	and	identify	to	what	extent	cultural	backgrounds	influenced	career	decisions	and	to	what	extent	they	played	a	part	in	the	decision	to	become	an	AFO.	This	theme	was	entitled	‘individual	compatibility’	as	it	sought	to	explore	how	the	AFO	role	fitted	with	an	individual’s	personal	circumstances,	religion	and	upbringing,	and	 importantly	how	 the	 role	may	be	perceived	by	 those	within	 the	 individual’s	social	circle	who	are	likely	otherwise	unconnected	to	policing.		
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Chapter	Five:	Discussion		This	chapter	will	discuss	findings	in	the	context	of	existing	literature	and	the	core	themes	explored	as	part	of	this	research.	In	considering	the	findings	it	is	important	to	 remember	 the	 influence	 that	 various	 concepts,	 such	 as	 machismo	 and	 the	pressure	 to	 present	 socially	 desirable	 answers	may	 have	 had	 on	 an	 individual’s	response.		The	first	part	of	this	chapter	examines	the	demographic	of	AFOs	as	presented	by	this	research	 before	 turning	 to	 consider	 findings	 and	 subsequent	 discussions	 by	addressing	the	three	underpinning	questions	of	this	research,	namely:	1) What	perceptions	of	firearms	officers	exist	within	policing?	2) What	encourages	a	police	officer	to	become	a	firearms	officer?	3) What	discourages	a	police	officer	from	becoming	a	firearms	officer?		Each	question	will	be	addressed	 in	the	context	of	 themes	 from	existing	 literature	and	seek	to	draw	inferences	and	conclusions	relevant	 to	 the	specialism	of	armed	policing.	The	second	part	of	this	chapter	discusses	the	implications	of	the	research,	outline	the	limitations	of	the	study	and	present	recommendations	for	police	forces.		
The	demographic	of	armed	policing	units	




of	 representation.	 The	 research	 site	 has	 only	 seven	 women	 AFOs	 out	 of	 an	establishment	of	126,	representing	only	5.5%	of	the	total.	When	comparing	this	to	the	 findings	of	Brown	and	Sargent	almost	25	years	ago	 in	1995,	 it	represents	an	increase	of	only	3%	which	suggests	change	has	not	been	as	progressive	as	the	Police	Service	may	have	hoped.	Whilst	gender	is	specifically	addressed	later	in	this	chapter	the	research	continues	to	support	both	anecdotal	and	empirical	evidence	of	the	fact	that	women	remain	underrepresented	as	a	group	within	armed	policing.	Why	that	may	be,	is	discussed	later.		The	information	provided	by	the	research	sample	leads	to	a	conclusion	that	armed	policing	continues	to	be	male-dominated,	from	a	predominantly	white	background,	with	 officers	 older	 and	 with	 more	 years	 of	 policing	 service	 than	 their	 Non-AFO	counterparts.	AFOs	also	tend	to	be	underrepresented	amongst	senior	officer	ranks	when	compared	to	Non-AFOs.			
Views	on	armed	policing	




in	armed	policing,	where	it	was	found	that	males	are	far	more	likely	to	join	with	the	intention	of	becoming	an	AFO.		It	 could	 be	 argued	 therefore,	 that	 as	 the	workforce	 across	 policing	 continues	 to	become	more	representative,	 the	appetite	 for	routine	arming	within	policing	will	reduce,	as	will	the	overall	intention	to	become	at	AFO	at	the	point	of	commencing	service.			
Perceptions	of	firearms	officers	within	policing	
The	police	use	of	firearms	remains	a	highly	contested	issue	in	a	democratic	society	as	 it	requires	representatives	of	 the	State	being	trained	and	equipped	to	deprive	fellow	citizens	of	their	life.	In	a	country	where	policing	requires	an	element	of	public	consent,	 and	 where	 an	 appetite	 for	 routine	 arming	 still	 does	 not	 exist,	 it	 begs	questions	of	the	perceptions	held	of	those	individuals	within	policing	who	choose	to	take	on	the	role	of	AFO.	Punch	concludes,	“the	ultimate	in	police	decision-making	is	killing	a	fellow	human	being”	(2011:	199),	and	it	goes	without	saying	that	inferences	will	be	drawn	about	a	non-compulsory	role	with	such	responsibility	and	those	who	volunteer	to	fulfil	that	obligation.		Focusing	 principally	 on	 perceptions	 held	 by	 officers	 about	 other	 officers,	 this	research	sought	to	explore	a	number	of	factors	that	may	influence	opinions	about	the	role	of	AFOs	and	of	those	individuals	who	undertake	it.			




Use	of	the	Bem	Sex-Role	Inventory	(BSRI)	attempted	to	establish	the	value	placed	by	officers	on	various	behavioural	traits,	with	each	trait	being	categorised	as	either	‘masculine’,	 ‘feminine’	 or	 ‘neutral’,	 This	 research	 aimed	 to	 explore	 whether	participants	 favoured	 their	 own	 gendered	 traits,	 and	whether	 the	 AFO	 role	was	perceived	 as	 being	 ‘hyper-masculine’,	 with	 an	 obvious	 preference	 for	masculine	behaviours.	 Little	 difference	was	 found	 in	 the	 views	 of	men	 and	women	 on	 the	desirability	 of	 behaviours,	 with	 both	 groups	 largely	 in	 agreement	 about	 how	desirable	each	behaviour	was	in	the	generic	police	officer	and	AFO	roles.	Men	and	women	were	in	closer	agreement	on	the	desirability	of	behaviours	in	an	AFO	than	in	the	role	of	a	police	officer,	where	gender	association	 found	differences	 in	only	three	out	of	24	instances.		When	comparing	the	difference	in	desirability	between	the	police	officer	and	AFO	role,	little	difference	was	found.	When	considering	the	role	of	AFO,	where	one	might	have	expected	to	see	an	increase	in	desirability	of	masculine	traits,	this	was	not	seen	in	the	data.	The	research	therefore	supports	 the	view	that	 there	 is	no	perception	amongst	officers	–	either	AFOs	or	Non-AFOs	–	that	masculine	behaviours	are	any	more	 desirable	 in	 an	 AFO	 than	 in	 any	 other	 police	 officer,	 or	 that	 feminine	behaviours	are	any	less	desirable	in	the	AFO	role.		Despite	men	and	women	largely	agreeing	on	the	desirability	of	personality	traits	in	AFOs,	there	was	an	association	between	gender	and	opinion	of	the	‘macho’	nature	of	the	AFO,	with	women	more	likely	than	men	to	perceive	the	role	in	this	way.	With	over	62%	of	female	participants	indicating	agreement	with	the	macho	status,	it	is	clear	that	despite	masculine	behaviours	being	no	more	valued	than	feminine	ones	the	role	continues	to	be	perceived	as	inherently	masculine.	
	












of	respondents	believing	that	no	adjustments	can	be	made	to	accommodate	those	with	 disabilities	 and	 research	 suggesting	 disability	 is	 often	 associated	 with	femininity	(Thomson,	1997)	or	as	a	way	of	presenting	disabled	men	as	feminised	and	lacking	in	masculine	traits	(Meekosha,	2004),	the	perception	of	armed	policing	as	an	 inaccessible	and	unwelcoming	world	appears	to	exist	 in	 the	minds	of	 those	with	health	challenges.		
Perceptions	of	AFOs	by	colleagues	Participants	were	 asked	 to	 indicate	 how	 they	 felt	 AFOs	were	 perceived	 by	 both	frontline	and	senior	officers	(Superintendents	and	above).	AFOs	indicated	opposing	views	 for	 each	 category,	 presenting	 the	 feeling	 that	 AFOs	 felt	 well-regarded	 by	senior	officers,	but	not	by	rank-and-file.	The	potential	acrimony	at	the	operational	level	between	AFOs	and	Non-AFOs	supports	Westmarland’s	(2001)	research	which	cited	 issues	 of	 animosity	 and	 proprietoritality	 and	 this	 conflict	 between	 the	 two	groups	 may	 be	 contributing	 toward	 an	 exclusionary	 feeling	 reinforced	 by	 the	inaccessibility	of	armed	policing	units	to	outsiders.		
Motivations	to	become	a	firearms	officer	The	concept	of	 ‘orientation	 to	work’	has	been	discussed	as	key	motivation.	With	career	 commitment	 being	 influenced	 by	 the	 level	 of	 specialism	 afforded	 to	 an	individual	(Von	Glinow,	1988),	this	research	focused	on	the	motivations	for	joining	armed	policing,	despite	the	perceived	risks	of	the	role.			




work.	 The	 AFO	 role	 appears	 reserved	 for	 the	 specialist,	more	 ‘exciting’	 parts	 of	policing.				
Status	as	an	AFO	The	research	was	interested	in	how	the	AFO	is	perceived	by	firearms	colleagues	and	the	wider	organisation.		Studies	of	police	culture	capture	the	status	assigned	to	the	police	 as	 ‘thin	 blue	 line’	 between	 order	 and	 chaos	 (Reiner,	 2010;	Westmarland,	2001).	 Westmarland	 (2001)	 notes	 the	 conflicting	 perceptions	 how	 the	 AFO	 as	animosity	and	respect	due	to	the	specialist	skills	and	hyper-macho	behaviours.		AFOs	in	the	study	felt	the	role	is	the	most	difficult	specialism	in	the	police,	with	59%	indicating	 as	 such;	 by	 contrast	 only	 34%	 of	 Non-AFOs	 felt	 the	 same	 way.	 This	indicates	a	status	and	prestige	assigned	to	the	role	by	AFOs.	71%	of	AFOs	indicated	that	they	enjoy	the	status	that	comes	with	the	role,	however	by	contrast	only	18%	felt	that	the	status	of	the	role	influenced	the	decision	to	join	firearms.		The	AFO’s	status	appears	a	feature	of	the	role	which	is	overwhelmingly	enjoyed,	but	which	is	not	a	factor	in	the	decision	to	apply,	so	whilst	status	may	not	act	as	an	initial	motivation	to	undertaking	an	AFO	role,	once	successful,	the	enjoyment	that	comes	from	the	position	held	is	evident.	This	may	in	turn	act	as	a	factor	in	keeping	AFOs	in	post,	which	may	explain	anecdotal	reports	of	low	turnover	rates	in	firearms	units	and	higher	average	age	and	length	of	service.			









traits	such	as	physical	prowess	and	the	willingness	to	confront	danger,	then	armed	policing	 is	 an	 area	 which	 will	 always	 attract	 individuals	 keen	 to	 seek	 out	 such	pursuits.		AFOs	appear	to	consider	status	and	the	opportunities	for	excitement	as	key	factors	in	 influencing	 their	decision	 to	apply	and	once	 in	 the	 role	do	not	appear	keen	 to	move	on.	If	high	staff	turnover	and	low	organisational	commitment	are	indicators	of	low	job	satisfaction	(Gerhart,	1990;	 Jayaratne,	1993;	Mobley,	1977)	then	the	 low	churn	 in	 armed	 policing	 may	 reveal	 high	 job	 satisfaction.	 However,	 as	 will	 be	discussed	 in	 the	next	 section,	 culture	within	armed	policing	acts	as	a	barrier	 for	some	would-be	AFOs,	and	whilst	the	retention	of	AFOs	brings	many	benefits,	there	are	challenges	in	assumptions	of	barriers,	inaccessibility	and	cultural	change.		
Barriers	to	becoming	a	firearms	officer	This	research	examined	the	barriers	that	discourage	individuals	to	pursue	a	career	in	armed	policing.		




danger	when	moving	 into	 the	AFO	role	but	 that	 this	does	not	put	off	 individuals	when	considering	the	threat	to	themselves.			






Career	prospects	Non-AFOs	were	found	to	be	more	likely	to	aspire	to	a	higher	rank	than	their	AFO	counterparts,	however	Non-AFOs	have	also	shown	a	perception	that	undertaking	the	role	of	AFO	may	impede	future	promotion	prospects.	Only	14%	(n	=	36)	of	Non-AFOs	 felt	 that	 the	 role	 of	 AFO	 increased	 promotion	 prospects,	 with	 almost	 half	(48%)	 indicating	 to	 the	 contrary.	 This	 finding	 suggests	 that	 for	 those	 outside	 of	armed	 policing	 the	 move	 into	 an	 AFO	 role	 may	 not	 support	 career	 ambitions	towards	higher	rank	later	in	their	career.	However,	despite	Non-AFOs	believing	that	the	 role	 impedes	 promotion,	 very	 few	 indicated	 that	 this	 played	 a	 part	 in	 their	decision	not	to	pursue	the	specialism.	Only	7%	(n	=	17)	reported	the	future	career	prospects	of	an	AFO	acted	to	dissuade	them	from	applying,	suggesting	that	whilst	many	feel	promotions	are	more	difficult	for	AFOs,	it	does	not	feature	as	a	significant	barrier	to	recruitment.		










Chapter	Six:	Conclusion		This	chapter	summarises	the	findings	in	relation	to	the	research	questions	and	the	existing	 literature.	 The	 chapter	 outlines	 the	 implications	 for	 policing	 and	 then	concludes	 with	 a	 discussion	 of	 the	 limitations	 of	 the	 study	 and	 potential	 future	research.			
Research	Context	




may	translate	to	an	understanding	of	the	value	of	a	range	of	approaches	across	all	areas	of	policing.			This	 research	 suggests	 that	 perceptions	 of	 desirable	 traits	 of	 AFOs	 do	 not	 differ	across	genders,	and	the	hypotheses	that	masculine	traits	would	be	considered	more	desirable	 in	armed	policing	has	been	shown	to	be	 invalid,	as	does	the	belief	 that	individuals	are	 likely	 to	 see	additional	value	 in	 those	behaviour	 traits	 aligned	 to	their	own	gender.			Findings	 support	 Reiner’s	 (2010)	 assertion	 that	 policing	 is	 an	 environment	 for	thrill-seeking,	 although	 the	 self-determination	 status	 of	 officers	 to	 consider	themselves	 thrill-seekers	 appears	 otherwise,	with	many	 being	 neutral	 or	 indeed	disagreeing	with	such	a	suggestion.	However,	when	considering	armed	policing,	the	potential	for	a	greater	level	(or	a	greater	frequency)	of	excitement	would	seem	to	play	a	part	in	motivating	applicants.	How	this	relates	to	a	desire	to	avoid	‘rubbish’	or	‘bullshit’	jobs	however	remains	to	be	seen.		
Implications	




ahead	of	others,	much	is	made	of	the	‘tangible’	features	of	armed	policing	such	as	seeking	to	address	concerns	about	the	ability	to	hold	a	weapon,	shoot	correctly	and	demonstrating	 adequate	 levels	 of	 strength	 and	 fitness.	 These	 are	 not,	 however,	issues	that	seem	to	be	of	significant	concern	to	would-be	applicants,	instead	it	is	one	of	culture	and	acceptance.	Reforming	the	culture	of	armed	policing,	which	appears	to	act	as	a	barrier	to	recruitment,	should	be	a	priority	for	police	forces.			Part	of	 addressing	perceptions	of	 culture	within	armed	policing	may	 include	 the	general	accessibility	of	the	teams.	A	majority	of	Non-AFOs	indicated	that	they	felt	armed	policing	was	inaccessible	to	them,	and	this	was	similar	for	AFOs	where	a	third	suggested	 likewise.	Accepting	 the	operational	requirements	 for	aspects	of	 armed	policing	to	remain	detached,	 for	example	 for	safety	and	anonymity	purposes,	 the	opening-up	of	 the	working	environment	of	AFOs	could	be	an	option	 for	 forces	to	consider.	In	addition	to	making	the	role	accessible	to	would-be	AFOs	this	increased	accessibility	 would	 also	 serve	 to	 make	 the	 wider	 policing	 organisation	 more	accessible	to	AFOs,	who	this	research	suggests	feel	an	element	of	being	closed-off	from	colleagues.		Improved	accessibility	at	the	operational	level	between	armed	and	unarmed	officers	may	also	serve	to	address	the	feelings	of	acrimony	suggested	by	this	research.	With	AFOs	 expressing	 an	 opinion	 of	 being	 poorly	 perceived	 by	 their	 unarmed	counterparts,	a	more	transparent	working	environment	may	ultimately	contribute	toward	a	better	understanding	of	the	role	and	demands	of	the	AFO.	
	
Limitations	and	future	research	













they	feel	they	hold,	the	exploration	of	what	that	status	is	and	the	difference	in	self-perception	and	the	perception	of	peers	has	not	been	without	difficulty	for	me.	To	what	extent	the	potential	status	of	being	an	AFO	drove	my	own	ambition,	and	how	I	perceive	 that	 status	 having	 been	 successful	 in	 my	 endeavours,	 has	 led	 to	 some	challenges	in	interpreting	both	the	views	of	AFOs	and	their	Non-AFO	colleagues.	As	a	researcher	who	through	lived	experience	holds	a	deep-rooted	perception	that	the	AFO	status	 is	a	positive,	 it	has	not	been	easy	to	reverse	that	position	 in	trying	to	consider	exactly	how	it	could	be	perceived	negatively.			This	research	has	proven	to	be	hugely	rewarding	and	I	now	find	myself	in	a	position	of	 wanting	 to	 take	 my	 academic	 experiences	 further	 in	 the	 pursuit	 of	 better	understanding	why	individuals	volunteer	to	become	AFOs	in	Britain.	At	times	I	have	felt	that	my	research	has	been	spread	too	widely	and	upon	reflection	would	have	preferred	 a	 smaller	 scope	 of	 areas	 for	 exploration.	 To	 examine	 gender,	 status,	danger	and	career	progression	has,	I	suggest,	been	too	much	for	a	single	piece	of	work,	and	it	would	be	my	view	that	these	would	be	viable	individual	research	topics	for	other	academics	interested	in	the	role	of	armed	policing	going	forward.			
Conclusion	
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	 Constable	 Sergeant	 Inspector	
and	above	
Total	
Male		 188	[185.84]	(0.03)	 28	[26.77]	(0.06)	 10	[13.38]	(0.86)		
226	
Female	 48	[50.16]	(0.09)	 6	[7.23]	(0.21)	 7	[3.61]	(3.17)		
61	
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Trait Category Chi-Square 
Value 
p-value Significant  
(< 0.05) 
Tender Feminine 14.935 0.013 Yes 
Sympathetic Feminine 11.339 0.054 No 
Gentle Feminine 21.006 0.001 Yes 
Feminine Feminine 8.387 0.165 No 
Sensitive to the needs of others Feminine 16.359 0.005 Yes 
Loyal Feminine 9.442 0.117 No 
Compassionate Feminine 4.957 0.408 No 
Understanding Feminine 2.915 0.717 No 
Ambitious Masculine 4.379 0.592 No 
Leadership Abilities Masculine 2.803 0.847 No 
Dominant Masculine 7.363 0.268 No 
Forceful Masculine 3.758 0.716 No 
Masculine Masculine 5.380 0.452 No 
Independent Masculine 9.355 0.125 No 
Aggressive Masculine 20.949 0.001 Yes 
Acts like a leader Masculine 2.305 0.795 No 
Conscientious Neutral 9.648 0.061 No 
Adaptable Neutral 4.056 0.518 No 
Truthful Neutral 5.271 0.213 No 
Secretive Neutral 15.423 0.013 Yes 
Unpredictable Neutral 10.133 0.052 No 
Friendly Neutral 12.812 0.016 Yes 
Reliable Neutral 3.831 0.436 No 









Trait Category Chi-Square 
Value 
p-value Significant  
(< 0.05) 
Tender Feminine 8.670 0.138 No 
Sympathetic Feminine 7.979 0.235 No 
Gentle Feminine 3.083 0.778 No 
Feminine Feminine 5.237 0.488 No 
Sensitive to the needs of others Feminine 10.265 0.098 No 
Loyal Feminine 3.992 0.656 No 
Compassionate Feminine 9.692 0.077 No 
Understanding Feminine 4.941 0.417 No 
Ambitious Masculine 7.202 0.246 No 
Leadership Abilities Masculine 8.752 0.183 No 
Dominant Masculine 15.632 0.009 Yes 
Forceful Masculine 14.561 0.014 Yes 
Masculine Masculine 6.141 0.305 No 
Independent Masculine 2.860 0.834 No 
Aggressive Masculine 14.990 0.014 Yes 
Acts like a leader Masculine 2.164 0.795 No 
Conscientious Neutral 4.600 0.489 No 
Adaptable Neutral 4.022 0.508 No 
Truthful Neutral 1.291 0.870 No 
Secretive Neutral 5.119 0.498 No 
Unpredictable Neutral 4.167 0.479 No 
Friendly Neutral 1.389 0.915 No 
Reliable Neutral 4.597 0.315 No 









Trait Category Chi-Square 
Value 
p-value Significant  
(< 0.05) 
Tender Feminine 7.439 0.247 No 
Sympathetic Feminine 3.209 0.784 No 
Gentle Feminine 5.352 0.479 No 
Feminine Feminine 7.716 0.208 No 
Sensitive to the needs of others Feminine 4.605 0.570 No 
Loyal Feminine 9.048 0.138 No 
Compassionate Feminine 8.798 0.148 No 
Understanding Feminine 4.459 0.569 No 
Ambitious Masculine 8.624 0.158 No 
Leadership Abilities Masculine 4.144 0.519 No 
Dominant Masculine 8.452 0.193 No 
Forceful Masculine 5.261 0.492 No 
Masculine Masculine 2.769 0.847 No 
Independent Masculine 5.782 0.425 No 
Aggressive Masculine 16.612 0.008 Yes 
Acts like a leader Masculine 4.313 0.615 No 
Conscientious Neutral 16.043 0.007 Yes 
Adaptable Neutral 8.971 0.130 No 
Truthful Neutral 6.625 0.214 No 
Secretive Neutral 13.316 0.031 Yes 
Unpredictable Neutral 3.252 0.775 No 
Friendly Neutral 3.390 0.745 No 
Reliable Neutral 4.913 0.421 No 








Trait Category Chi-Square 
Value 
p-value Significant  
(< 0.05) 
Tender Feminine 10.015 0.084 No 
Sympathetic Feminine 2.193 0.899 No 
Gentle Feminine 12.636 0.029 Yes 
Feminine Feminine 1.241 0.983 No 
Sensitive to the needs of others Feminine 5.158 0.451 No 
Loyal Feminine 8.441 0.211 No 
Compassionate Feminine 7.903 0.195 No 
Understanding Feminine 2.856 0.784 No 
Ambitious Masculine 6.561 0.303 No 
Leadership Abilities Masculine 4.092 0.549 No 
Dominant Masculine 11.333 0.055 No 
Forceful Masculine 3.362 0.744 No 
Masculine Masculine 5.724 0.341 No 
Independent Masculine 4.212 0.606 No 
Aggressive Masculine 4.859 0.544 No 
Acts like a leader Masculine 5.987 0.414 No 
Conscientious Neutral 3.681 0.715 No 
Adaptable Neutral 5.017 0.528 No 
Truthful Neutral 2.382 0.879 No 
Secretive Neutral 9.982 0.096 No 
Unpredictable Neutral 2.616 0.835 No 
Friendly Neutral 5.239 0.438 No 
Reliable Neutral 2.983 0.715 No 
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